The aim of this article is to present and promote current research outcomes in the field of age management and its impact on sustainability through a review of the appropriate literature sources and pieces of empirical experience. The identification of relations between the work ability index, ageing population and the needs of the labour market can significantly improve the decision-supporting models that the managers can use to achieve higher competitiveness and sustainability for their enterprises.
INTRODUCTION
The concept of sustainable development represents an oxymoron for many managers. The others think that this is the only way how to keep current and future generations alive by meeting their basic needs of life, without reducing the diversity of the nature, and while preserving the natural functions of the ecosystems. Sustainability efforts maintain a fundamental relationship between society and nature while many topics and aspects are related to them. This term is complex, ambiguous and incomprehensible. The easiest form how to describe this kind of economic, social and environmental progress is to define it as a way of bringing social, economic and ecological changes that allow people to reach their human potential. Certainly, recent studies and data strongly confirm that artificial intelligence´s massive capabilities will boost human potential and fundamentally change the nature of work and enterprise´s activities in ways not seen since the Industrial Revolution and the invention of electricity, but even Steven Hawking was torn on their value and said that "AI could be the biggest event in the history of our civilization, or the worst. We do not know whether we will be helped by AI or, conceivably, destroyed by it" (BBC, 2014) . Nowadays, from a business perspective, business processes can take advantage of intelligent automation, machine learning, etc., so the managers can improve operational efficiency, boost productivity, reduce costs, increase investments (Malichova at al. 2016), provide better customer services in a timelier manner, etc. Despite these revolutionary innovations, a business cannot exist without human capital. The human element of to the workforce is still not under a threat, but due to the demographic and social challenges in society and labor market, the shortage of qualified human capital could cause a problem for the achievement of more sustainable economic and social development. The topic of age management, as an instrument for strategic prioritization of maintaining and developing human capital, helps move towards resilience and sustainability at all managerial levels of an enterprises.
MATERIALS AND METHODOLOGY
The methodology background of this article focuses on the theoretical issues via a structural approach. It starts with an introduction, basic facts about age management, basic terminology, definitions and starting points. Next phase deals with bibliographic coupling of selected topics and keywords and content analysis of the earliest relevant publications. Searching for them was made via Scopus and Web of Science (WoS) tools during the period from 4 th of January to 24 th of May 2019. The discussion includes the findings and future perspectives. The article is written based on secondary data sources.
AGE MANAGEMENT -MANAGING THE AGEING WORKFORCE
Management at all levels create the basic prerequisites for the planning, organizing, staffing, leading and controlling activities of enterprises. Due to increasing life expectancy at retirement age, subsequent problems with the guarantee of the sustainability of the pension systems and problems in the labour market, the managerial decision making and coordination process cannot lack business management tools focused on ageing human capital. Age Management (AM) is a tool that managers can use to manage day-to-day responsibilities of the workers with regard to their changing needs, taking the age into account. According to Ilmarinen, age management is the proper personal management that supports the enterprise in achieving its visions thought strategic objectives and by enforcing personnel strategy with the added value brought by the strengths and challenges of the employees' varying age. (Ilmarinen, 2006) A guide to good practice in AM (2006), prepared by the European foundation for the Improvement of Living and Working Conditions, emphasizes that to achieve more sustainable economic and social development, the EU set itself the target of increasing the employment rate of older people. This guide encompasses eight dimensions of AM, such as the job requirement, learning (training and lifelong learning), career development, flexible working time practises, health protection (promotion, workplace design), redeployment, employment exit (transition to retirement) and comprehensive approaches. The topic of age management was widely extended by a group of experts from the Finnish Institute of Occupational Health (FIOH). Their multidisciplinary team of scientists compiled a new epistemological method called the Work Ability Index (WAI). Work ability is a dynamic relationship between a worker's individual resources and demands, as well as the resources of work. These factors from the FIOH have been illustrated by the Work Ability House concept ( Fig. 1 ), which integrates aspects related to well-being, health and macro-social environment. Despite the fact that age management is primarily focused on older employees, it also widely promotes and affects younger employees, which is undeniably an added value in relation to the demographic changes. (Witkowski, Bartosz, 2017) 
REACHED RESULTS
To identify the researched connections between the management of ageing workforce and sustainability, a literature review combined with bibliographic coupling was performed. The initial basic results are shown in Table 1 . Even though the sustainability is a more investigated researched topic, it is improved and influenced also by the identified key factors and results from AM. Today, it is not enough for enterprises to succeed. There is a continuous effort of sustaining the enterprise's success in the prospective future. Sustainable development is the development that meets the needs of the present without compromising the ability of future generations to meet their own needs (Brundtland Report, 1987) . In one of the first relevant articles, Hartwick (1974) examined how patterns of sites and interplant interdependencies are determining price sustainability (for example, the effect of shipping goods from a suburban location instead of via the city centre, etc.). The other paper by Chapman (1982) deepens our understanding of how the declining petrol-energy and the ageing population and infrastructure affect regions and require greater regional sustainability. He emphasizes that the efforts in other, more developed regions may also shed light on topics such as public or private sector roles, transferability, interregional effects and other phenomena deserving further investigation. Responsible business decisions should have not only economic or technical interests, but in the long run, they should include the gains from human resources used for the whole society. Within the human resources management, AM is one of the particular managerial tools. In relation to this, Naegele (2000) summarized the most important results related to the active strategies for the ageing workforce from a conference that took place in Turku/Finland in 1999. From all EU-member states, about 140 experts participated. Paper from Zientara (2009) based on the semi-structured interviews with entrepreneurs and employees shows that they recognize the value of older employees, because with flexible working arrangements, these employees are motivated to learn new things and to improve their own skills. The newest research papers contain results of various quantitative and qualitative surveys and discussions focusing on sustainable careers, improvements of the quality of ageing at work, sustainable lifestyle programme, sustainable social changes, perceived work ability, measurement and evaluation of work ability index (WAI), testing work ability house models etc. The WAI, as a managerial tool, involves a questionnaire that serves for the conduction of selfassessment. The focus is on the employees and their work ability assessed by themselves. The WAI consists of seven items regarding both physical and psychological aspects of work ability. Scores range from 7 (the lowest) to 49 (the highest). The points of the WAI form the basis for the determination of the level of work ability according to the following scales: 7-27 ("poor" work ability), 28-36 ("moderate" work ability), 37-43 ("good" work ability) and 44-49 ("excellent" work ability). (Ilmarinen et al., 2006) 
DISCUSSION
The main factors influencing the perception of the quality of work in the ageing process are health, work organisation and workload, employment and economic stability, work-life balance, satisfaction, professional identity, relations at work, and the competences. The findings further contribute to the need for age management practices for sustainableresponsible production, and they emphasise the need for research within the following areas:  Sustainable and supportive inter-generational solidarity. Since an individual's biological age cannot be changed, it is important to recognise which variables can be targeted more easily by the age management initiatives. The Forsten-Astikainen at al.´s (2018) study on a sample of 4 439 employees from 93 SMEs in Finland revealed that the motivational factors (performance, trust, and well-being) vary significantly between generations too.  Sustainability of pension systems in EU. According to Egdell at al. (2018) , in spite of the EU´s legislative drivers, there is a lack of systematic approaches that could be used to prepare for the demographic and labour market changes and to benefit from them. The full attention of enterprises on younger workers and disinterest or not an adequate interest in older workers, even though they also have high potential, need fundamental changes.  Sustainable care and work-balance system. Researchers Päivärinne at al. (2019) found out a significant relationship between leisure-time physical activity and work ability at different occupational physical activity levels (adjusted for age, alcohol consumption, and working-class status, BMI, and the years of employment) among young adult men. Their results underline that this relationship was significantly greater in physically demanding jobs than in more passive jobs. Suitable corporate culture as a unique set of opinions, value systems and standards of behaviour, strategic instruments and motivational factors are discussed by a group of researchers Lorincova et al, (2016, 2016a and 2018) and shown, that motivate employees in terms of occupational classification and the age influence the employee´s workbalance system.
To achieve these goals, managers should focus on the development of age awareness during the planning, implementation, improvement of working conditions, cooperation of all stakeholders, and communication. It is vital to continuously monitor the current trends and the future needs, and to evaluate and assess these via new metrics for age management, e.g. the evaluation of labour market programmes, employee´s competence, performance, trainability, sustainability of pension systems, etc.  Improvement of working conditions. University of Žilina as the first university in Slovakia started the programme called Towards Successful Seniority TM, focused on successful professional seniority. Selected university teachers have already completed the first part of this unique training and developed programme provided by experts from the Finnish Institute of Occupational Health to promote career management, professional qualifications and mental well-being. As Mindeková (2018) confirmed, the programme is a tool that supports the application of AM and represents the current direction within the human resources management. It includes the measures that respond to the ageing of the workforce and create the conditions for the inclusion of all generations in the workplace. It sets a systemic approach that includes corporate culture, employee care and individual personnel activities (UNIZA, on-line)  New metrics for age management with the IT support. Thinking about new metrics always deepening the understanding, analysis and achieving goals in selected research areas. In case of AM increasing the availability of qualitative and quantitative data is necessary. Moreover, familiar performance indicators or human capital indicators should be adjusted, specify or expand. As Kucharčíková, Mičiak and Hitka (2018) shows via measurement and assessment of the effectiveness of the utilization of human capital and effectiveness of investment in its development, the performance and competitiveness of the enterprise increasing within the context of sustainability. Relevant data should be then collected and evaluated through sophisticated Human Resources Management software to get in-depth reports. HR tech is suitable for any type of business, increasing effectivity of the manager´s decision making processes in case of attracting the right employees, engaging employees, managing their performance and to prepare appropriate workplace for them. The usage analytic hierarchy process to solve employee selection in accordance with AM is shown by Vraňaková at al. (2019) . Also the acceptance of the age management in terms of the sustainable development is in a close relationship with implementing voluntary reporting and the willingness to develop a favourable image of the company within a competitive market (Socoliuc, M. 2018)
CONCLUSION
The management of enterprises faces fundamental sustainability problems, and therefore age management will get more and more importance. Within the current context of demographic ageing, it becomes important to understand how health and social perception may be related to the reduction of work ability over the years. The potential of older people requires the implementation of goal-oriented managerial methods, and above all, ageing employees need the trust of enterprises. The measurements of the professional career via the Work Ability House model or some of the detailed features, such as the measures of the satisfaction together with the application of new technology can undoubtedly be used for proper age management in enterprises.
